Cold knowledge is perceived as a key issue in terms of the composition of the company and the sense of the procedures being implemented. Thus, organisation of appropriate forms of employee trainings in this regard becomes essential. Aim of the paper: Distinguishing the existence of schemes of applied forms of employee trainings in the contexts of relation between two aspects of cold knowledge (internal documentation and data bases) and the types of enterprises (their formal independence). Research methods applied: A survey based on the purposive sampling of respondents was conducted. A two-tiered clustering analysis and an analysis of correspondence were applied. Main findings: It was possible to distinguish four groups of particular forms of trainings. Three groups are represented by the same main forms of trainings in both cases (documentation/databases). The analysis of correspondence established that respondents from branches as well as head offices of multi-branch enterprises were, in case of trainings concerning internal documentation, more prone to point at two forms of trainings: blended and special, whereas, in case of training within the scope of databases, they were more willing to point at a special form of trainings. Theoretical and/or practical value of the study: Results allow to associate the forms of employee trainings in the chosen aspects of cold knowledge and show the differentiation of their use depending on the type of enterprise. These facts open up a new theoretical perspective for the description of organisation of employee trainings based on formal relations.
Introduction
The problem of learning within an enterprise is a comprehensive issue. It requires making references to multiple issues related, amongst other things, to the level of learning within an organisational hierarchy, the nature of this process (adaptability to changes, anticipation of reality, review of the learning process itself) and, finally, conditionings of its course (Senge 1997) . Today, dynamic capabilities are identified as the main perspective of the organisational learning description. The most important is the absorptive capacity, which is related to the organisational learning in the context of new external knowledge (Sun, Anderson 2010) . All of these issues together in the management sciences are referred to as a learning organisation, and they are related to the issues of knowledge management within an enterprise; however, the relationships between these two concepts tend to cause a lot of difficulty in their unambiguous comparison.
Learning of an organisation, including its members, is related to gaining knowledge, understanding it as well as understanding of the learning process itself and improving the effects of the conducted activity (Garvin 2003) . It may be connected with entrepreneurial orientation (Real et al. 2014) . These challenges are, in turn, connected with the necessity to obtain knowledge from any available source and to apply it in practice, which leads to initiation and undertaking of changes (Senge et al. 1999) . From this perspective, not only do these changes become a natural aspect of conducting business activity, but from the perspective of the competitive battle being waged, they also require an enterprise to devise suitable competences, which are connected with gaining and using knowledge and which have been shaped in the situational context of the organisation itself (Dziubińska 2009 ).
Nowadays, the sources of competitive advantage are to be looked for within implemented innovations.
ECONOMICS AND CULTURE 14(1), 2017 DOI: 10.1515 /jec-2017 -0009 DOI: 10.1515 /jec-2016 Therefore, ensuring, above all, appropriate organisational culture that supports the process of devising and introducing changes constitutes a significant issue of a learning organisation. In the light of the conducted studies, the size of an enterprise itself seems to be insignificant in this case (Ismail 2005) . For organisational learning to be able to bring desirable results, it is postulated that it should also be based on (by means of organisational culture, amongst other things), above all, understanding of the dynamics and complexity of the circumstances of conducting a business activity, as well as development of skills of particular individuals connected with comprehension and assessment of a real situation, within an organisation itself, and development of these skills on a group level. These issues are related to the use of knowledge to improve the results of the performance (Jaafar et al. 2014) . It is also postulated that the aspects of the assumed ethical model in enterprise management should be taken into consideration and applied or that the common vision in an organisation of what is being done should be revived (Rowley, Gibbs 2008) .
The related issue of knowledge management seems to be very interesting in this context. It may be presented in three main perspectives. First, as an aspect of a conducted business activity concentrated on the processes of gaining knowledge, its assessment, processing and use. The second perspective concerns the form of knowledge assets gained by an enterprise as well as those that an enterprise already possesses. The third perspective (cognitivist) concerns the insight into the essence of knowledge itself and ways of its transformation into various manifestations (Dalkir, Liebowitz 2011) . Knowledge management in an enterprise is, therefore, focused on, above all, knowledge resources themselves (Geisler, Wickramasinghe 2015) and procedures of their dissemination and application (Aggestam 2015) . The efficiency of these actions depends, in turn, on the adjustment of knowledge to the existing need. Therefore, both codification of knowledge into desirable forms as well as its transfer with the use of appropriate tools take place (Ruggles 2009 ). Nowadays, these tools are related to, above all, information infrastructure and software (including database structures, data processing and visualisation), and they are involved in the use of available functional options not only of members of an enterprise but often also of its contractors or clients (Sztangret, Bilińska-Reformat 2014) , dependent companies and enterprise representatives in various geographical locations (Jędralska et al. 2013) . At the same time, the results of research works indicate that ICT practices contribute to financial performance only when they are linked to human resource management (HRM) practices (Andreeva, Kianto 2012) .
Therefore, mentioning of the concept of knowledge management makes it possible to establish the complexity of organisational learning that must be characterised by not only the understanding of learning itself and the necessity to translate gained knowledge into a practical dimension but also the awareness of possibilities and limitations of tools being used for this purpose and knowledge-oriented leadership (Donate, de Pablo 2015) . The enterprise, as Kim states, learns regardless of its individual members but not regardless of all of them. The key aspects of relationships between individual and organisational learning are the aspects related to the understanding of this process (mostly in the following dimensions: 'what for' and 'how') as well as their confrontation with organisational routines and visions shared within an enterprise (Kim 1998) . Individual mistakes should be allowed and individual contribution evaluation should be implemented (Driscoll 2014) . Organisation of employee's trainings becomes an aspect that requires special attention in the light of the concept of learning organisation and knowledge management.
The rules concerning creating, circulation as well as use of information resources connected with internal documentation and databases within an enterprise are regarded as a significant element of cold knowledge in the knowledge system of the enterprise. Cold knowledge offers the understanding of organisational routines, sense and rules of employee performance. Thus, organisation of appropriate forms of employee trainings in this regard becomes essential. Therefore, the specific objectives of this paper are to distinguish the schemes of applied forms of organisation of employee trainings within business entities represented by the surveyed respondents and to determine whether there is a relationship between them and the type of an enterprise itself (in prospect of its formal independence). A survey based on the purposive sampling of respondents was conducted for the purposes of the paper (in the number of 215). In order to achieve objectives, a two-tiered clustering analysis and an analysis of correspondence were applied. Non-probabilistic sampling of respondents makes the results of the conducted analysis impossible to be referred to the entire population.
Literature Review
The scope of training programmes offered to employees of enterprises should be considered in the wider perspective. It consists of the needs of an individual member of an organisation resulting from their skills, competences and situational context of their professional responsibilities in the system of the enterprise (Sergeev, Babkin 2015) . The context of professional responsibilities from the perspective of planning and organisation of trainings, in turn, consists of the foregoing experiences of an organisation related to who should be trained and what problems an employee who was given the responsibilities will potentially have to face (Mathieu, Martineau1997) .
It is assumed that an organisation and conducting of employee trainings are supposed to promote an increase in productivity within an enterprise. It needs to meet the goals of enterprise and employees (Ocieczek et al. 2016) . Development of employee skills as a desirable effect of such training justifies this expectation. However, the condition for such mechanism to exist is not only a properly selected training but also engagement of employees themselves. What seems to be of key significance in this perspective is noticing that trainings may concern particular aspects of the job done or they may be of general nature. Employee's engagement and, as a consequence, an increase in their productivity seem to occur, above all, in case of general trainings. There are two possible explanations for this fact. First, such trainings may be regarded by an employee as a professional bonus that favours psychological effect of employee's attachment to an enterprise. Second, general trainings may be considered by employees to be an opportunity to develop additional skills, which may turn out to be useful in a different workplace (Barrett, O'Connell 2001) . The conducted studies also pointed out that trainings are organised mostly for technical employees and specialists (Osterman 1995) . Contemporary research papers also touch on the problem of the emotional state of employees and its impact on job satisfaction (Vatansever, Karamaraş 2017) .
Apart from specially organised trainings for employees, there is also a form of practical knowledge acquisition within an enterprise. This practical learning by means of performing professional duties is even regarded as the main form of knowledge acquisition within an organisation. However, this form is very often used by managers as an unstructured and cost-efficient (or even cost-free) one. It means that conducting trainings sometimes becomes the responsibility of other employees who may be professionally experienced but do not necessarily possess high training qualifications within the scope of practical teaching and conducting trainings. This kind of freedom in organisation and implementation of this type of trainings within organisations is often criticised (Jacobs 2003) .
From the theoretical perspective, however, learning by means of practical implementation of professional duties, however, should meet a number of requirements. There should be a person appointed to supervise and monitor the learning process itself, offer essential assistance and advise to a person being trained or to prepare prospective training materials that would support completion of tasks. It is also significant, from the perspective of prospective effects of such trainings, to encourage an employee to engage in the implemented training (Billett 2001) . Stimulation of professional development and simultaneous motivation of employees are still outstanding challenges of human resources management (Livitchi et al. 2015) .
Nowadays, for the purposes of each form of training and subject information technology, tools might be applied. The information system of an enterprise may serve as an environment where employee trainings may be organised and monitored. In the case of using the information technology, the training of employees indicates positive results: reduction of the costs, saving time and improvement of learning (Rezaei et al. 2014) . Apart from the access to standard documentation of an enterprise, databases and prepared materials, the system may also offer the possibility to contact experts and review specialist reports (Rosenberg 2001) , which causes a fully implemented training of this kind to have a more organised form as it assumes a mixed form between an implemented, and very often costefficient, form of learning by acting and a specially organised training. It is postulated that in a contemporary enterprise with fully developed human resources management, employee trainings of varied forms should take place everywhere and any time (Lendzion 2015) .
Taking this fact into consideration, it should be made clear that implemented practices within the scope of employee trainings may also involve issues related to learning and transfer of knowledge between the units of an enterprise, including its various geographical locations (Minbaeva et al. 2003) . From this perspective, employee trainings are implemented by taking into account formal relationships between units of an enterprise that create the context of tasks of a unit as well as responsibilities of its employees, and they are implemented together with other activities concerning human resources management (Minbaeva 2005) . The problem of formal and legal association of enterprises also remains in the interest of researchers in the perspective of work organisation between partners (above all in the context of strategic alliances) (Albers et al. 2016) .
Therefore, it becomes necessary to properly solve the issue of employee learning whilst placing the potential solution between the dimensions of their personal motivation and experience (hot knowledge within an organisation) and formal rules and regulations of work, including organisational routines (Komańda 2016) . These aspects become especially significant in the context of procedures of creating and using specific resources of knowledge of an enterprise, such as internal documentation of an enterprise as well as organisational databases. Together with formal rules, they constitute the so-called resources of cold knowledge within an organisation (Komańda 2017) . Such direction of research seems to be justified by the current research results, which suggest that in case of companies operating in the so-called less knowledge-intensive conditions, the key aspects of the creation of new knowledge resources are organisational documentation and knowledge sharing (Andreeva, Kianto 2011) .
Methodology
A survey based on the purposive sampling of respondents was conducted for the purposes of the work. The selection of respondents was not probabilistic, and it assumed the form of convenience sampling (Martens 2014) . The availability of respondents became the discretion criterion for their selection for the researcher (Rószkiewicz et al. 2013) . This enabled the researcher to obtain a broad group of respondents who were requested to fill in the survey in the paper form (PSAQ -Paper SelfAdministered Questionnaires). The number of respondents whose questionnaires were qualified for the research amounted to 215. Each of the respondents represented a different enterprise. They were also people holding various positions in an organisation. The majority of respondents (184; 85.6%) represented enterprises located on the territory of the Silesian Voivodeship. This may be regarded as a result of the applied method for the selection of respondents.
Two research questions were formulated in relation to the issues concerning organisation of trainings in the context of cold knowledge resources within an enterprise outlined in the theoretical perspective. The first one is related to whether it is possible to group the surveyed entities according to schemes of applied organisational forms of professional trainings within the scope of popularisation and consolidation of formal rules of creating and using internal documentation and databases. The following answer variants corresponding to the levels of formal training organisation were assumed: special training, training by performing responsibilities, a mixed form of the first two trainings and lack of trainings. The other question is about establishing the structure of relationships between respondents' indications concerning the type of trainings conducted within an enterprise in the abovementioned areas and the type of an enterprise itself. Whilst speaking about the type of an enterprise, one might take into consideration whether it is a single-branch enterprise, a unit of a multi-branch enterprise or a seat of a multi-branch enterprise. Single-branch enterprises were represented in the study by 99 people (46.05%); next there were respondents who represented the companies that were the units of multi-branch enterprises (91; 42.32%) and those that were the seats of multi-branch enterprises (25; 11.63%). The issue of potential formal independence of an entity or its subordination/precedence in relation to another entity has an impact on internal formal regulations. Therefore, it also seems to translate into the issue concerning organisation of employee trainings within an enterprise. Respondents were allowed to indicate one version of the answer to each question.
The collected data of nominal nature determined the choice of statistical analysis methods. The twolevel clustering analysis was applied for data processing in case of the first question, whereas in case of the second one, the correspondence analysis was used (symmetric normalisation method). The gathered data was analysed with the use of the programme for statistical computing PS Imago (SPSS 23).
Results
The conducted two-level cluster analysis made it possible to group the respondents' opinions about applied forms of trainings in their enterprises within the scope of popularisation and consolidation of formal rules of creation and use of internal documentation of databases (regarded in this case as predictors) into two clusters. This grouping obtained a satisfactory cohesion and separation measure (the so-called Silhouette coefficient). The value of this coefficient amounted to 0.6, and it signifies the so-called serious class structure (Kisielińska 2009).
The 'form of training within databases' variable turned out to be the most significant predictor (the value of 1.00). The value of the 'form of training within internal documentation' as a predictor of grouping amounted to 0.49. The count of particular groups is presented in Table 1 . The ratio of the size of the largest group to the smallest one amounted to 1.73. Forms of trainings such as 'mixed form' and 'through performance of responsibilities' may be distinguished in group 2 in case of forms of trainings within the scope of internal documentation. In group 3, in case of trainings concerning internal documentation, 'lack of trainings' may be distinguished as well, whereas the case of group 1 seems to be the most diversified. In case of trainings regarding databases, 'lack of trainings' and 'through performance of responsibilities' may be distinguished apart from the dominant indication, whereas in case of trainings within the scope of documentation for this group, another three forms of trainings occur apart from the main indication.
The correspondence table (Table 2 ) reveals the structure of respondents' responses to questions about the type of an enterprise and the form of trainings in the scope of internal documentation. Figure 1 shows the results of the correspondence analysis conducted for the purposes of answering the question concerning the structure of relationships between the type of enterprises and applied forms of trainings within the scope of popularisation and consolidation of formal rules of creating and applying internal documentation. It should be emphasised that two dimensions served as an explanation of the whole inertia of the table. Dimension 1 explained 80.3% of inertia. The value of the chi-square test amounted to 24.123, whereas the level of significance was p = 0.000. All categories were characterised by mass values above 0.05; therefore, it was not necessary to mark any of them as passive. Dimension 1 distinguishes a singlebranch enterprise from a unit of a multi-branch enterprise as well as from a seat of a multi-branch enterprise. Respondents representing single-branch enterprises in the structure of answers were more likely to point at 'lack of trainings' or organisation of trainings 'through performance of professional responsibilities'. 'Lack of trainings' and 'special trainings' accounted for a relatively large share in the structure of indications for units of multi-branch enterprises (dimension 2). The indication 'through performance of responsibilities' has the largest share in the structure of indications for a single-branch enterprise, whereas in case of a headquarters of a multi-subsidiary enterprise, it was 'mixed form of trainings' (approach of points). Variability of distribution was mostly influenced by 'mixed form of training' and 'seat of a multi-branch enterprise' (the longest vectors in particular groups of the category).
The correspondence analysis was conducted again; however, this time it is for the variable form of trainings within the scope of popularisation and consolidation of formal rules of creating and applying resources of databases. Table 3 reveals the structure of respondents' responses to questions about the type of an enterprise and the form of trainings in the scope of databases. Dimension 1 once again distinguished a single-branch enterprise from other types of enterprises. This time, however, the respondents representing the seats of multi-branch enterprises as well as their branches were more likely to point at 'special forms of trainings' (this concerns the structure of answers). However, a relatively large number of indications 'lack of trainings' was observed in case of units of multi-branch enterprises (dimension 2). Once again a single-branch enterprise had a significantly larger share in indications 'through performance of responsibilities' (approach of points). The variability of distribution was influenced by 'mixed form of trainings', 'special training' and 'seat of a multi-branch enterprise' (the longest vectors in particular groups of the category).
Conclusions
Literature analysis allowed visualising a broad description of the problems of employee trainings in the enterprise. However, if this topic is related to enterprise knowledge management, depending on the perspective of the analysis, it is possible to find atypical issues for well-known descriptions. In case of distinguishing a cold knowledge from the enterprise knowledge system, employee trainings appear to be a problem entangled in formal relationships in an enterprise and eventually between enterprises.
Grouping of respondents' indications concerning the forms of trainings applied in their enterprises within the scope of dissemination and preservation of formal rules of creating and applying internal documentation and databases revealed two things. First, trainings within the scope of databases were the main predictor that led to the distinction of groups. Second, the same form of training within the scope of internal documentation usually corresponded to a particular form of trainings within the scope of databases in case of three groups. The only exception was group 3 whose respondents stated that there are no trainings within the scope of databases within their enterprises. However, the main indications of this group concerning trainings within the scope of documentation were related to learning through performance of responsibilities. Therefore, it seems that this group was dominated by two forms of trainings of the lowest level of organisation.
The correspondence analysis made it possible to distinguish a single-branch enterprise from other forms of enterprises in case of both areas of trainings. Moreover, forms of trainings of a higher level of organisation had a relatively large share in the structure of respondents' indications in case of units of multi-branch enterprises as well as seats of such enterprises.
It should be made clear that in relations to a non-probabilistic sampling of respondents, the results of the conducted analysis may only be referred to the surveyed group of respondents. The method of selection of respondents and the structure of representation of types of enterprises derived from this fact influenced the answers obtained in the survey and are the main limitations of the research conducted.
However, it makes it possible to suppose that formal relationships within an enterprise, which may be a derivative of both organisational culture and organisational and legal subordination of a given entity, have a good influence on the selection of the form of training. As the results of the above study show, such a relationship between the formal rules of work within an enterprise and forms of trainings should be looked for, above all, within the scope of the so-called cold knowledge. Detailed recognition of these relationships as well as their potential confirmation on a representative group of respondents may constitute a subject of further studies.
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